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ANALYSIS OF STAFF DEVELOPMENT DAYS -- Based on Feedback Questionnaires 
Who Attended and When? 
of 36 questionnaire respondents (or 1/3 of the staff population) 
9 people did not attend any part of the Staff Development Days (5 stated 
pressures of work, two stated lack of interest, and two didn't explain). 
Of the remaining 27 people, from 4 - 13 people were absent at one session 
or another, with an average of 10 people absent from most sessions. In 
other words, except for the panel discussion on "Work and Leisure", half 
of all respondents were absent from the sessions at any one time. 
Overall Impressions 
There seemed to be a general feeling that the May sessions were 
primarily intended for faculty. Several people mentioned feeling baffled 
or intimidated by the verbal footwork of faculty~ In this connection, 
there are two points of view, which contradict each other. While some 
people express the opinion that staff should be treated on an equal footing 
with faculty, others seem uncomfortable about participating on this more 
equal footing. Perhaps this will change with time and experience, as 
staff discover their full potential. Perhaps some joint sessions could 
be structured in a way that would make it easier for staff to contribute. 
1. Some other inductions from the answers: That staff enjoy 
"doing" as in the Communications Skills workshop, and the Chance to Explore 
workshops. The few people who did attend these workshops gave them higher 
ratings than were given to most other sessions. 
2. Some people seem to prefer dealing with concrete issues. Thus, 
the "Work and Leisure" p .mel was criticized for being nothing more than an 
exchange of people's opinions, and not really related to people's daily 
work lives. 
3. The report-back approach to small group sessions is of dubious 
value. Although some people liked the method, several expressed dislike. 
One person complained that report-backs suffer because group representatives 
tend to "toot their own horns" while summarizing the group's feelings. 
4. Small group discussions seem a questionable undertaking. There 
were repeated comments about disorganization, "running around in a circle", 
and lack of direction. One person suggested experienced group leaders as 
a remedy. 
5. There were too many sessions competing for attention and several 
people experienced difficulty in making a choice. 
6. Several people could only attend part-time because of work commit-
ments, and felt that this snrt of juggling should not be required . 
......... continued ... 
;. 
Page Twp 
Analysis of staff development days .•• continued .•. 
Specific Sessions 
1. Douglas Myths received the widest range of ratings (from poor to 
good). Complaints that the groups were too large, lacked direction for 
discussion, were too ethereal and too wordy. No real positive comments. 
2. Communications Skills consistently rated Good and Very Good, 
but people felt it was too short and suggested future workshops. 
3. College and Community (small groups) received generally Good 
ratings with no special praise or blame. 
4. Gerald Davies on Facilities Planning generally rated Good or 
Very Good, but mixed feelings about his choice of slides and lack of 
specificity. One comment that there was "No hope. The man was an idealist. 
Building will be planned in the conventional manner." 
5. Chance to Explore (Printing, A-V, Social Sciences Lab) well 
received and rated Good or Very Good, but low attendance. 
6. Administrative Needs ranged from Not Very Good to Good. Comments 
about lack of dialogue in some groups, fuzziness and disorganization elsewhere. 
7. Panel on Work and Leisure rated Average and Good, except for 
one rating of Poor. Lack of audience involvement mentioned. Absence of 
faculty noted. 
8. Small Groups Thursday Afternoon were poorly attended and only 
Employee Education and Working Conditions materialized. Ratings of Average 
and Good. 
9. Women's Studies attended by only one respondent who rated it Good. 
Future Sessions? 
Two main thoughts occur: Firstly, that the present Development Days 
are scheduled at a poor time for Counselling, Admissions, and (in January) 
Accounting staff, \hose peak loads occur at these times. (The Library faces 
a differ·ent problem since it maintains a policy of being open throughout 
Development Days.) Is a more favourable time possible? Secondly, that more 
sessions will have to be aimed at staff concerns, not to exclude faculty and 
administrators but to involve staff. Here the main question seems to be what 
sessions staff will become involved with other than panels, which seem very 
popular. 
In conclusion, May Development Days seemed a let-down from the 
January sessions. The approach, which tried to get away from "camp" issues 
wasn't entirely successful. Is there some way to dig deeper into subjects 
and still maintain a high level of interest? 
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EMPLOYEE EDUCATION - Some Ideas Arising from a Small Group Discussion during 
College-Wide Development Days 
This was an extremely broad topic to attempt in a two-hour meeting, 
with only eight people present. The suggestions are tentative, but we hope 
that people will explore these ideas further. 
Why Employee Education? 
1. It is already a part of Douglas College policy (see the current staff 
handbook), BUT: 
(a) Implementation of this policy is inconsistent and appears 
contingent upon who the department head is and what his 
philosophy might be. Further, there seems to be discrepancies 
as to whether or not such activities are allowed on College time. 
(b) The current emphasis expressed in the Handbook is on free Douglas 
College credit courses -- is this akin to the 10% discount the 
Bay offers its employees or is it a genuine expression of belief 
in the importance of employee education? 
2. Well-planned employee education could dovetail with needs which will arise 
as the College exp ands. An employee could upgrade present skills or acquire 
new skills so that such needs could be met primarily from within. THREE KEY 
POINTS: 
(a) This approach required feedback to staff so that they are aware of 
areas which might be open to them; 
(b) This assumes long-term personnel planning and an accurate inventory 
of both current employee skills and future interests. 
(c) Staff membershi p on key committees would facilitate the implementation 
of such a program. 
What Arguments Against Employee Education? 
1. The educationa l interes t s of employees are so varied that it is difficult 
to establish a po li cy meeting all needs. SUGGESTION: That any policy emphasize 
flexibility to handle the " exception that proves the rule". 
2. Employees migl•t leave the College for improved positions elsewhere after 
obtaining upgrading at College expense. SUGGESTIONS: 
(a) In the case of extended educational leave programs, a contract would 
establish an c ~ ligation to either return to Douglas for a specified 
peric d, or to r epay the benefits accordingly. 
(b) In the case of short-term educational projects (seminars, individual 
courses, etc.) there is no easy way t o avoid this risk. Most likely, 
the advantages obt ained from employee upgrading would outweigh the 
lack of re turns f or the few employees who did quit. 
• •. continued... :? -J. 
- 2 -
••• continued ••. 
Some Suggested Educational Programs 
1. Within College Training: 
(a) Interdepartmental employee exchanges. This could be a mutual or a one-
sided trade. An employee might work in another department for an extended 
time (say a month or more) or he might just pay a day or two's visit. 
He might acquire new skills, or improve old ones, or he might simply 
obtain a better understanding of processes involved in that department. 
(o) Workshop or teaching sessions. These could be noon-hour sessions or 
all-day workshops. They could be skills-teaching or informational 
(e.g., a better view of a particular department) in nature. 
2. Seminars: 
These could be lunch-hour, extended lunch-hour, or all-day sessions. Lunch-hour 
seminars would likely have to rotate among campuses. Seminars could be: 
(a) Issue-oriented: panels or guest speakers could deal with contemporary 
issues on a one-shot or weekly installment approach depending on subject. 
(b) Trouble-shooting: similar to the "Chance to talk" sessions, only more 
accessible to staff by being scheduled at a more convenient time. 
(c) Thematic exploration: less emphasis on a particular "issue"; could 
study communications skills, women's studies, etc; would definitely 
carry on for several weeks. 
3. Educational leave of absence: 
This could be with or without pay depending on the particular activity. Leave 
with pay would likely have to be restricted to job-related education? Types 
of activities which might qualify could be: 
(a) Academic: involving course work at a college or university, or 
attendance at an institute. 
(b) Skills-oriented: could emphasize performance skills, such as typing 
and shorthand, or could emphasize interpersonal skills, such as 
supervision or communication skills. 
(c) Self-directed study: project would be defined in advance and by 
person requesting such leave. 
4. Paid Course Tuition: 
At Douglas, this presently covers only credit courses. Why not include non-
credit courses? At other institutions, tuition is presently only paid fully 
if the College suggests that such a course be taken. There is a fine line here. 
What about course work which an employer had not initially considered but which 
is an obvious boon? Are there discrepancies among departments as to degree 
of willingness of the head to recommend course work to employees? 
...•••.•... continued .•. 
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5. Inter-College Job Exchanges: 
This might be a difficult program to implement, and would likely be a low 
priority. Benefit would be most obvious where the College was thinking of 
introducing a new system, or making some major change. By working at an 
institution using the alternate system, an employee could be better prepared 
to handle the change. On the other hand, his first-hand experience might 
even lead him to suggest that such a systems change would not be the best 
thing. 
A Postscript from the Staff Development Committee 
The above ideas, if implemented, would keep us all busy for a few years! To 
help the Staff Development Committee, please react to what you have read. In 
particular, since an Educational Leave Proposal is presently being worked out, 
we need your input so that the proposal can adequately represent your needs. 
Please talk to one of the Committee members listed below: 
Liz Marshall - N.W. 
Trudi King - N.W. 
Diane Simpson - N.W. 
Ethelyn Hetcalfe - N.W. 
Barbara Truscott - Surrey 
Cari Green - Richmond 
Carol Dodds - Richmond 
- Report from Faculty & Staff Development -
"Defining & Exploring Issues" 
-Modified Working Conditions - small 
group discussion, approx. 12 attending. 
Discussion TopicSt · 
JOB DESCRIPTIONS - How they are evolved and 
the purpose served-To provide a method of job 
evaluation in order that a dollar value can be 
placed on the job. 
A Job Description is evolved. by f irst looking 
at the total department and listi ng the 
functions that must be performed by that 
department. This "tota l picture" is then 
broken down and allotted to the indivi duals 
who will be responsible for doing the functions 
This allottment of the overall duties ensures 
(hopefully) that no duties or respons i bilities 
gets "dropped })etween the chairs". 
Different Methods of Evaluation robs: 
-"Ranking" system - a listing of a ll duties 
and responsibilities r equired ar~ t hen 
comparing the job as a whole wi ~ h all others 
and ranking them in order u f valJe as a deck 
of cards. 
-"Point" system - each duty and pre-requisite 
given a point value in rela tion to a!"ount of 
work and skill r equired . For e x mp le, the 
function of typing - with an overall point 
value of 10 - If typing was required 
occasionally at a speed of 40 w. p .m., the 
"points" allotted could be 4 as compd red to 
another job where typing was regnire 1 mos t of 
the working time with a speed of 65 w~p.m. 
and accuracy - the "po ints" allotted could 
be 10. 
When all duties are g iven point values, the 
points are then totall 'd. A do l 1 a r value is 
placed on the jobs accord 1ng t o 'Oint total. 
i.e. Job tota l 51-75 p 1int ' 
Job total 76-85 po int " 
This is the system recLntl 
Capilano College. 
= $X 
= $X '{ 
1.nstallen at 
-"Factor" system - Factors of the job are 
listed, such as - s~pervis ion given e thers, 
Supervision requi r ed, Hazard , Skill r equired, 
Previous knowledge required, etc . The factors 
are then given a numbe r v~l 1e similar to a 
point system, from wh i ch a dollar va lue is 
arrived at. 
- "Bench-Mark Job" (Standard Job) system -
Typical j ob specifications are written, liste 
and evaluated. New jobs are compared to 
these and placed and evaluated accordingly. 
(This system is used by Vancouver Sch.Bd.) 
The system used by Douglas College is a 
combination of the "ranking" and "factor" 
systems. A new job is "described" by the 
supervisor concerned and evaluated by the 
Personnel supervisor. 
The group as a whole, including Mr. Hill, 
agreed that Job Descriptions should be 
periodically under review by: 
a) the person who does the job 
b) the supervisor of the department 
c) the Personnel supervisor. 
This periodic review would ensure that: 
Q 'the work described is being done 
b) if there are any deletions or additions 
of duties, they are noted and compensated 
for. 
As Douglas College is a growing and often 
changing institution, it was felt that this 
periodic review of job descriptions is very 
necessary. 
~LEXIBILITY/MOBILITY -Discussed the 
possibility of being able to "switch" jobs 
with someone else for a specified period of 
time. 
Advantages- In~reased staff skills and over-
all knowledge 
- Increased job interest 
Disadvantages- Loss of produc tive time while 
personne l "training" in other 
pos itions 
- Concensus of the group was that 
it would not be possible in sma ll 
group areas, i.e. Dept. Stenos, 
but could be feasible in larger 
working groups such as Library 
or Administration. 
MODIFI ED WGRK wr EK 
Mr. Hill reported that replies to his 
questionnaire s ent to people currently on a 
modified work s chedule indicated a greater 
proportion of "dissatisfaction" over the 
previous reporting period. 
The question will be going before College 
Council in early June for a decision as to 
whether or not employees of t he College can 
continue on this program. 
College Council is also looking at a 3 Day/ 
4Day week for the College -open and operat;n1 
seven days a week - and studying the 
implications staff-wise, service, etc. 
FRINGE BENEFITS - Something for Discussion -
- Instead of having Salary, Pension Plann, 
M.S.A., L.T.D. & E.H.B., automatically when 
working for College -
HOW ABOUT - Salary, plus CHOICE OF: 
-Pension Plan, standard or increased 
- M.S.A., College portion or both portions 
paid by College 
- L.T.D. & E.H.B. 
Savings Plan 
- Increased Life Insurance 
- Increased number of prepaid Courses at 
College 
- any other suggestions?? ? n? 
... .... -- ...._.- ------- ' 
WANTED--HOUSE TO RENT 
3 Bdrm. house in Newest 
Call George Prokopich 
223 6th Avenue 
MME 
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TO: All Employees 
FROM: Supervisor of Personnel Admin. 
RE: Vacancy - Business Laboratory 
Technician 
****** 
Effective immediately the following 
position in the College is available. 
Position: Business Laboratory 
Technician 
Classification: Technician I 
Salary: $695.00 - $822.00 
The job description for this position 
is posted on all Staff Notice Boards . 
If no applicants fully meet the Pre-
requisites, appointment may be made at 
a lower classification level. 
.In keeping with our policy of filling 
vacancies from within our staff when-
ever possible, we invite applications 
from all qualified employees who are 
interested in being considered for this 
position. 
~f you wish to apply for this position, 
you should advise the Supervisor of 
Personnel Administration in writing by 
19 June 1974. Quote Position Title 
1,1sed in this advertisement. 
- ---
7 
TO: ::.::~::::::::wing TheJ/J~-11~/'" 
information in mind when ~' 
stopping overnight in Toronto. 
475 YONGE STREET TORONTO, ONTARIO M4Y 1 X7 
TELEPHONE 9~4-0611 
Mr. M. H. Morfey, 
Bursar, 
Douglas College, 
P .0. Box 2503, 
New Westminster, B.C. 
Dear Mr. Morfey: 
TELEX 02-21192 
May 15th, 1974 
We are pleased to register you and your company on our exclusive list 
of those eligible for our Guaranteed Corporate Rate. You or anyone else 
from your firm can now reserve a delu.xe room at the special reduced rate 
of $22.50 (single occupancy) throughout 1974. 
The rate is guaranteed. 
Would you please make your reservations in advance so that we can pre-
pare your room and be sure that everything is exactly as it should be. 
Please advise us if you have any special requirements, such as meetings 
or entertainmE>nt. We will be happy to look after all the details for you 
with the style and flair that is the Westbury's hallmark. 




Genera I Manager. 
P .S. --When making your reservations, please identify the Company name, 
a I so stating that you are on the Corporate rote. 
; 
TO: THE MAD HATTER 
FROM: David R. Williams 
I am pleased to say that Derek Francis 
has been appointed Co-ordinator in the 
Library, with effect from 1 April 1974. 
Derek will have particular responsi-
bility for staff matters, together 
with certain areas of administration. 
David R. Williams 
Director of Libraries 
AIR CONDITIONING 
In order for an Air Conditioning Unit to 
achieve the desired results, all doors 
and windows should remain closed. 
R.J. Reynolds 
Campus Supervisor, Surrey 
UGLAS r-nt, FCE UBRARY DO · '" · ~--
ARCH\v'ES 
M E M 0 
TO: All Employees 
FROM: Supervisor of Personnel Admin. 
RE: Vacanc~ - MEDIA RESOURCES 
MANAGER 
***** 
Effective immediately the following 
position in the College is available. 
Position: Media Resources Manager 
Classification: Administrator 
Salary: $17,710 - $21,080 
The job description for this position 
is posted on all Staff Notice Boards. 
If no applicants fully meet the Pre-
requisites, appointment may be made 
at a lower classification level. 
In keeping with our policy of filling 
vacancies from within our staff when-
ever possible, we invite applications 
from all qualified employees who are 
interested in being considered for 
this position. 
If you wish to apply for this position 
you should advise the Supervisor of 
Personnel Administration in writing 
by 26 June 1974. Quote Position Title, 
used in this advertisement. 
------
M E M 0 
TO: All Employees 
FROM: Supervisor of Personnel Admin. 
RE: Vacancies - Lab Tech - Chemistry 
Lab Tech - Biology 
Lab Tech - Physics 
***** 
Effective iuunediately the following 
positi·ons in the College are avail-
able. 
1) Laboratory Technician - Chemistry 
2) Laboratory Technician - Biology 
3) Laboratory Technician - Physics 
All positions are classified as 
Technician III's with a salary 
range of $822.00 - $980.00. 
Interested applicants may obtain 
copies of the Job Descriptions for 
these positions from the Personnel 
Office. 
If no applicants fully meet the Pre-
requisites, appointment may be made 
at lower classification levels. 
In keeping with our policy of filling 
vacancies from within our staff when-
ever possible, we invite app l ications 
from all qualified employees who are 
interested in being considered for 
these positions. 
If you wis~ to apply f or these 
positions, you should advise the 
Supervisor of Personnel Administration 
in writing by 24 June 1974. Quote 
Position Titles used in this 
advertisem¢nt. 
Neil S. Hill 
Supervisor of Personnel Administration 
NSH/bg 
ME M 0 
TO: All Employees 
FROM: Supervisor of Personnel Admin. 
RE: Vacancy - CAMPUS RECEPTIONIST 
(RICHMOND) 
******* 
Effective 15 July 1974 the following 
position in the College will be 
available. 




Salary: $532.00 - $620 . 00 
The job description for this position 
is posted on all Staff Notice Boards. 
If no applicants fully meet the Pre-
requisites, appointment may be made 
at a lower classification level. 
In keeping with our policy of filling 
vacancies from within our staff when-
ever possible, we invite applications 
from all qualified employees who are 
interested in being considered for 
this position. 
If you wish to apply for this position 
you should advise the Supervisor of 
Personnel Administration in writing 
by 26 June 1974. Quote Position Title 
used in this advertisement. 
Neil S. Hill 
Supervisor of Personnel Administration 
NSH/bg 
/0, 
The following article is taken 
from GUIDEPOST, a newsletter of 
the American Personnel and 
Guidance Association, March 74 
issue; 
Community leadership 
Role Of Junior Colleges 
Community and junior colleges will be 
the prime agents of societal reconstruc-
tion. Alan Pifer, president of the Car-
negie Corporation of New York, told the 
American Association of Community and 
Junior Colleges Feb. 24. 
The challenge for change includes 
adult education, catch-up education, non-
traditional education of many varieties, 
recurrent education, cultural activities 
and community leadership, Pifer said. 
"Community colleges should start 
thinking about their primary role: com-
munity leadership. Their role in higher 
education is only secondary," he told the 
group. 
"Community colleges above all else 
should be experimental institutions: con-
stantly devising new ways to meet com-
munity needs. They should try out new 
curricula, new mode~ of course work 
and interaction between studL·nts and 
teachers. They should expcrim,-nt with 
new educational techn<'logies and C•ther 
unconventional aids to karning" 
The true role for community colleges 
is to serve as the hub of a network of 
Dou • {I· ... '-· v 
t iiJBtitutions and community agencies-
the high schools, industry, the church, 
voluntary agencies, youth groups, even 
the prison system and the courts," Pifer 
noted. 
Pifer advocates that community col-
leges become the major agency to serve 
youth 16-19. To do this, "You can im-
prove your vocational programs so that 
more of them lead directly into jobs 
' with a future. You can work to make 
your liberal education offerings more 
relevant to the ethical and morai issues 
of the day. You can strengthen your 
remedial education efforts, with the aim 
of reducing the number of potential 
casualties in the society." 
"You can vastly improve your coun-
seling services to the students who come 
to you straight from high school with 
only the most limited understanding of 
their own potential or what life might 
conceivably hold out for them," Dr. 
Pifer said. 
"I would hope that at the heart of it 
[a resource network] in all communities 
there would be a really first class per-
sonal and vocational counseling service 
for young people, which hopefully the 
community colleges might take the lead 
in creating," Dr. Pifer concluded. 
LIBRARY 











N·O TIC E 0 F VACANCY 
The Office of the Registrar requires an Administrative Assistant responsible 
for the planning, directing, scheduling and coordinating of continuous 
flow of work in Student Registrations. Capable of maintaining high work 
standards anci proper procedures, investigating and correci:ing r·cl.:.:.:ed 
problems. Opportunity for inpct in the establishment of policy and 
procedures. Position may be expanded in anticipated Office reorganization. 
Ability to (1) supervise and direct subordinates and to plan, organize and 
delegate \vork; (2) provide service and assistance, effectively and 
courteously, to students, staff, members of Faculty and general public, 
exercising tact anJ keen judgement. 
Some knmdedge of cQmputer. data processing necessary. 
University degree and at least two years experience in gene!"a11y related 
field, or Grade XII and eight years in directly related field. 
$736 $939 
JULY 1, 1974 or ASP thereafter 
(as 0f June 1, 1974 this Office is operating on a 4-day week (8 3/4 /day -
3 d 1y \v8ek-ertd) for a trb1 period of 6 months.) 
Send resume and letters of reference or names of referees to 
The Uanager 
[ re ployee Relations 
U i t Lverslty of Calgary 
C.. .tJ.gary, Alberta 
T2N 1N4 
Closing date for applications June 17, 1974. 
THl N y .. _f) TY J 1\l r ,;,, ,· ~ 1) ?4 A IF ,..~ tl "". f .... t.L:...r .JTt, -1-.,..JA:.'I- T2'J ''·,G 
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DEPARTMENT OF ZOOLOGY 
THE UNIVERSITY OF BRITISH COLUMBLA 
PART-TIME INSTRUCTORS IN BIOLOGY U. B. C. 
Applications are invited for one or two positions of Instructor 
for the part-time Biology Programme to be offered in the 
evenings during the 1974-75 Academic Year. 
Duties will involve 3 hours of instruction per week at the 
third year level in biostatistics during the fall term 
(Position 1) and principles of genetics during the spring 
. term (Position 2). 
salary : ~3,000 per term 
The university of B.c. offers equal opportunity for employment 
to qualified male and female candidates. 
Applicants should submit a curriculum vitae and two letters 
of reference by July 15, 1974 to :-
June 13, 1974. 
Dr. Peter Larkin, Head, 
Department of zoology, 
un ~. versity of British Columbia, 
20 7 5 Wesbrook Place , 
va~couver, B.c. cunada 
V6T lWS 
I - -r 
TIRED of being in doubt? WEARY of seeking help and 1 
making little progress? RESTLESS over not finding the 
answers you want? ~lhy not question a philosopher? 
Your money returned if not satisfied. Send $5 per 
question for full and complete answers to Bill 
Christensen, Philosopher. 
Dear Philosopher, 
I am 42 years old and have never married 
I have had many boyfriends, however, but 
all of our relationships have been 
Platonic. I was wondering i{ I could 
get some guidance from someone at 
Douglas College and when I was reading 
your Calendar I saw this course called 
the Principles of the Orgasm(41-lll) 
and I was hoping that I could take it 
this fall. Please let me know if you 
think that this will he the course for 




ed. note--Many of our departments offer 
courses which may be of 
interest to you: 
Airing, Pairing, and Sharing(Non-Credit) 
Group Encounter(33-110)--if you think 
you can handle it~ 
Human Sexuality(33-130) 
Squash and Handball(64-135) 
20th Century Man(34-100) 
Recreation Activities(64-115) 
French Language and Style(26-441) 
Quantitative Methods(44-350) 
Graphic Presentations(68-321) 
Visual Merchandising andDisplay(13-136) 
Oral Communications(92-150) 
Man in Conflict(91-109) 
Community Relations(62-103) 
Small Business Management(86-lll) 
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